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Preamble

WHEREAS, the County is engaged in furnishing essential public services vital to the health, safety, and
welfare of the population of the County of Esmeralda; and WHEREAS, both the County and its
emgloyees have a high degree of responsibility to the public in so serving the public without
interruption of essential services; and WHEREAS, both parties recognize this mutual responsibility and
have entered into this Agreement as an instrument and means of maintaining the existing harmonious
relationship between the County and its employees, and with the intention and desire to foster and
promote the responsibility of sound, stable, and peaceful labor relations between the County and its
employees; and WHEREAS, the parties recognize that this Agreement is not intended to modify any of
the discretionary authority vested in the County by the statutes of the State of Nevada, except as
modified in the Agreement; and WHEREAS, the parties have reached an understanding concerning
wages, hours, and conditions of employment, and have caused the understanding to be set out in this
Agreement.



NOW, THEREFORE, the parties do agree as follows:

ARTICLE 1— Recognition

1. Esmeralda County, hereinafter referred to as “County”, recognizes the Esmeralda County Sheriff
Deputies Association, hereinafter referred to as the “Association”, as the sole and exclusive bargaining
representative of County employees with Peace Officer status as assigned to the classifications listed
below.

2. Employees assigned to the following classifications are represented by the Association except as
limited by Section 3 of this article.

Deputy Jailer
Deputy Sheriff
Corporal
Sergeant

3. County employees who are excluded from the bargaining unit are as follows:

a. Those employees certified to another bargaining unit under the provisions of NRS Chapter 288.
b. Confidential employees.

c. Employees exempted in accordance with NRS 245.2 16.

d. Temporary employees.

e. Part-time hourly employees.

ARTICLE 2 — Definitions
1. Assaciation is defined as the Esmeralda County Sheriff Deputies Association.

2. Call Back is defined as time when an employee has completed his/her regular tour of duty, is off duty
for any period of time, and is requested 1o return to duty with less than 12 hours’ notice.

3. Catastrophic illness/injury is defined as an illness or injury that keeps an employee from performing
the duties of their job (i.e., the employee is hospitalized, homebound, or is the primary care giver to a

family member). The iliness or injury cannot be a result of an illegal act, nor can it be intentionally self-
inflicted.

4. Continuous creditable employment is defined as an unbroken period of regular or probationary full-
time employment and/or regular-intermittent employment with the County.

a. The following circumstances shall not be considered as breaks in qualifying service.

i. Authorized education leave

ii. Time during which an employee is compensated for an on-the-job injury which is covered under



workers’ compensation benefits.

iii. Qualified and approved sick or family leave.

iv. Leave of absence for approved military leave.

v. The resignation of the employee provided that s/he returns to County employment within ninety {90}
calendar days from the effective date of his/her resignation.

vi. Qualified and approved unpaid leave.

vii. Disciplinary suspension for a period not to exceed thirty (30} calendar days.

b. Except for those circumstances delineated in section a above, any break in qualifying service shall
result in a new “hire date” for purposes of determining whether longevity applies to the employee.

5. County is defined as Esmeralda County.

6. Demotion is defined as movement of an employee from one classification to another classification
with a lower salary range.

7. Department is defined as a distinct, specialized division of the County (ie Esmeralda County Sheriff's
Office, Goldfield Justice Court, Esmeralda County District Attorney’s Office)

8. Department Head is defined as the official who is in charge of a Department within the County.

9. Domestic Partner is defined as those individuals recognized pursuant to NRS 122A.030 who have
registered a valid domestic partnership pursuant to NRS 122A.100 and shall not have terminated that
domestic partnership as provided in NRS 122A.300. The same family relationships and in-law status as
referenced above shall apply to a registered domestic partner. No rights as a domestic partner may be
claimed or otherwise exercised until the employee shall have provided the County with a copy of the
certificate from the State of Nevada evidencing such registration.

10. Emergency is defined as a sudden, unexpected occurrence that involves clear and imminent danger
and requires immediate action to prevent or mitigate the endangerment of lives, health or property.

11. Employee is defined as a person who is employed in a position covered by this Agreement, for a
wage to perform work for Esmeralda County.

12. N/A

13. Family/Family Member shall be defined as all family relations within the 3rd degree of consanguinity
of the employee on the incorporated Consanguinity/Affinity chart.

14. Grievance is defined as a dispute between the County and an Employee, or the Association, involving
a viclation of the terms of this Agreement.

15. Grievant is defined as a County employee or group of employees, or the Association, who is/are
covered by the provisions of the Agreement and believe(s) he, she, they, or it has/have been adversely
affected by the matter being grieved.

16. Health Insurance is defined as Medical, prescription, dental and vision insurance.



17. Job Related In jury is defined as any injury or occupational disease that arose out of and in the
course of his or her employment as determined pursuant to the provisions of the Nevada Industrial
Insurance Act or Nevada Occupational Diseases Act.

18. Overtime is defined as all hours worked past normal duty hours paid at the rate of one-and one-half
{1-1/2) times the normal hourly rate.

19. Probationary employee is defined as a person who has been employed by the County for a period of
less than one year. During this time they may be released without notice, reason or right of appeal.

20. Promotional employee is defined as an employee who has been promoted.

21. Seniority is defined as an employee’s length of continuous service with the County, within or without
the bargaining unit, measured in calendar days from the first day the employee actually worked for the
County on or after the employee’s most recent date of hire.

22, Seniority Pool is defined as all employees holding the same job classification in the same
department.

23. Shift is defined as an employee’s normal work day.

24. Squad is defined as a group of employees working within the same Department, same Division, and
the same shift.

25. Standby time is defined as time in which an employee is expected to be available to respond to a
request to return to work for duty assignment during off-duty hours.

26. Strike is defined as to include but not limited to any concerted stoppage of work; slowdown;
interruption of any operation by employees; absence from work upon any pretext or excuse, such as
iliness, which is not founded in fact; or interruption of the County by the Association and/or its
members.

27. Uniform is defined as required clothing and equipment for any position to include plain clothes.

28. Working Day is defined as any day that the County administration is open for business, exclusive of
Saturdays, Sundays, and observed holidays.

29. Written is defined as communication by means of written symbols to include but not limited to, e-
mail, fax, handwriting, typewritten dacuments.

ARTICLE 3 — Association Security

1. The County Clerk agrees to assist each individual Association member who wants to utilize the
automatic withdrawal service for their Association dues.

2. The parties recognize the rights of all peace officers under NRS 289,



3. The County recognizes and agrees to deal with representatives of the Association on all matters
covered by this agreement and pursuant to the provisions of NRS 288 and 289.

4. Any matters requiring an action of an Employee can be completed by the Association on behalf of the
employee at their request and shall be considered the same as if the employee themselves had done it.

ARTICLE 4 — Association Business

1. The County agrees to allow the Association to post notices concerning legitimate Association business
on County builetin boards and distribute via County e-mail system. All notices to be posted will be sent
to the Department Head in advance of posting/emailing.

2. The County will allow the association to use the County Property for the purpose of holding
association meetings and for conducting association business relating to employment related issues, so
long as it does not interfere with or disrupt the County’s operations. The Department Head who has
control over the desired building must be contacted and the use of the facilities requested at |least 48
hours in advance by the association. Unless the facility is unavailable, the Department Head will not
unreascnably withhold use of a meeting room.

3.N/A

4. The Department Head shall provide the Assaciation President copies of all proposed changes to
general orders, and rules and regulations prior to their effective date. Within 5 working days the
Association President shall advise the Department Head of any legal objection to the policy. This shall be
considered an “informal grievance” and if unable to be resolved at that level shall proceed through the
grievance process.

ARTICLE 5 — Management Rights

The County and the Association agree that the Management officials of the County possess the sole
rights, without negotiation, as set forth in the Local Government Employee-Management Relations Act
and that such rights remain with the officials of the County except as expressly modified by this
agreement.

ARTICLE 6 — Strikes & Lockouts

1. The Association agrees that there shall be no strikes under any circumstance. Employees shall
continue to furnish efficient services within ail areas of assigned responsibilities.

2. The County agrees that it will not engage in a lockout of employees covered under the provisions of
this agreement for any reason.



ARTICLE 7 — Non-Discrimination

1. The County shall not interfere with or discriminate in respect to any term or condition of employment
against any employee covered by this agreement because of membership and/or legitimate activity as
required in this Agreement on behalf of the members of the bargaining unit.

2. The Association recognizes its respansibility as the exclusive bargaining unit and agrees to represent
all employees in the bargaining unit without discrimination, interference, restraint, or coercion.

3. The provisions of this agreement shall be applied equally to all employees in the bargaining unit,
without discrimination on the basis of race, color, religion, sex, national origin, age, disability, political
affiliation, sexual orientation, or membership in the bargaining unit.

ARTICLE 8— Holiday

1. The County and the Association agree that the following legal holidays will be observed (NRS
236.015):

New Year's Day - January 1%

Martin Luther King Day - Third Monday in January

President’s Day - Third Monday in February

Memorial Day - Last Monday in May

Independence Day - July 4™

Labor Day - First Monday in September

Nevada Day - Last Friday in October

Veteran’s Day - November 11*

Thanksgiving Day - Fourth Thursday in November

Family Day - Friday following Fourth Thursday in November

Christmas Day — December 25"

Any other day that may be declared as a national holiday by the President of the United States.
Any day that may be declared as a legal holiday by the Governor of the State of Nevada.

3. Holidays shall be observed on the date of the actual holiday except as otherwise provided in this
Article.

4. Holiday Pay:

a. Holiday Not Worked: If a paid holiday as defined by this article falls on an employee’s regularly
scheduled work day and the employee does not work then the employee shall receive a payment of
their regular hourly rate of pay for the amount of hours that the employee would have normally
worked.

b. Holiday Off: If a paid holiday as defined by this article falls on an employee’s regularly scheduled day
off, then the employee shall receive an additional payment of eight (8} hours at their normal hourly rate
of pay.

¢. Holiday Worked: If an employee works a regularly scheduled shift during a paid holiday as defined by
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this article, then the employee shall be compensated by receiving 2.5 times their normal hourly rate of
pay for all hours worked during that holiday.

d. Holiday Overtime: (Time worked in excess of scheduled shift on holiday) If an employee works
overtime on a paid holiday as defined by this article, then the employee shall be compensated at a rate
of 3.5 times their normal hourly rate of pay for each hour of overtime worked during that holiday.

5. In crder to be entitled to a legal holiday as provided, employees shall be on pay status on their
scheduled work day immediately preceding and immediately following such holiday, this provision shall
not apply if the employee is forced to take unpaid time off due to disciplinary measures either preceding
or following a holiday.

6. Employees who are off-duty on workers’ compensation shall be considered on pay status and shall
receive the appropriate holiday pay benefit.

ARTICLE 9 — Annual Leave

1. The County and the Association agree that annual leave is provided to employees for the purpose of
rest and relaxation from their duties and for attending to personal business

2. Employees shall be eligible to take annual leave after six {6) months of continuous full-time service.

3. Accrual of annual leave, effective for eligible employees working on a full-time basis, shall be as
follows:

LENGTH OF SERVICE HOURS ACCRUED

Hire Date to 8th Anniversary Date 10 hrs/Month
8th Anniversary Date to 12th Anniversary Date 12 hrs/Month

4, Annual leave accrues when the Employee isin a paid status.
a. This does not include non-pay status as a result of a disciplinary action.

5. Annual leave may be accrued without limit from January 1st to December 31st in any calendar year;
provided, however, that:

1. The maximum annual feave accrual allowed on December 31 st of each year is 240 hours for each
employee. Any annual leave which exceeds the allowed maximum shall be forfeited on December 31 st
of each calendar year except as provided below,

2. If an employee is denied use of accrued annual leave and the denial resuits in an employee’s leave
balance exceeding two hundred forty (240) hours at the end of a calendar year, the employee may be
allowed to carry over excess leave into the next calendar year. To be eligible for carryover, the employee
must have:

a. Made written request for use of at least eighty (80} hours of annual leave to be taken before the end
of the year. Requests for leave must have been made prior to the end of September; b. Been denied
part or all of the requested leave by the Department Head; and ¢. Requested use of the leave, which the
employee will have accrued in excess of two hundred forty (240} hours at the end of the calendar year,



to be taken prior to the end of March of the next year. d. EXCEPTION: The employee will be eligible to
carry over leave if a leave request was denied because another employee has been granted leave for the
period in gquestion before the employee’s request was received.

b. The employee has the option to cash out any amount of his or her annual leave over the 240 limit at
their current heurly rate of pay by December 31% of each calendar year. Payment of this bonus shall be
in the form of a separate check.

6. In the event of the death of an employee, the employee’s beneficiary shall receive lump sum payment
for all of the employee’s accrued annual leave at the time of the employee’s death.

ARTICLE 10— Sick Leave

1. All employees shall accrue ten (10) hours of sick leave per month as long as they are in a paid status.
a. In the event that you are in a non-paid status the Employee will accrue sick leave on a pro-rated
amcunt.

h. This does not include non-pay status as a result of a disciplinary action.

2. Employees shall receive their current hourly rate of pay for each hour of sick leave used.

3. All unused sick leave shall be carried over and added to the next year’s accumulation up to a
maximum 720 hours total.

4. An employee using sick leave shall be required to notify his/her duty station, or appropriate
supervisor, no later than one (4} hour prior to the start of his/her scheduled shift. This may be waived if
it is 'mpossible for the employee to make a telephone call. If known, when making the phone call the
emgloyee shall advise as to the length of the sickness or injury.

5. Employees may use sick leave:

a. If they are incapacitated from the performance of their duties by illness or injury;

b. Attendance is prevented by public health requirements;

c. If required to absent themselves from work for the purpose of keeping an appointment with a doctor;
d. To personally care for a family member who is sick or ill pursuant to “FMLA” requirements or,

e. As bereavement leave to attend the funeral of a family member who is within the third degree of
consanguinity or affinity (see attached Consanguinity/Affinity Chart). Sick leave, in such cases, may be
granted up to a maximum of five (5} working days per each occurrence.

6. If an employee, employed for the entire calendar year, uses zero (0) hours of sick leave during that
calendar year, that employee shall be entitled to cash out up to thirty-five {35) hours from accumulated
totai at his/her current hourly rate of pay, to be paid on the second payday in January. Payment of this
bonus shall be in the form of a separate check. Accumulated sick leave hours will be reduced by the
amount of hours cashed out.

7. If an employee, employed for the entire calendar year, uses forty (40) hours or less of sick leave
during that calendar year, that employee shall be entitled to cash out up to twenty-four (24) hours from

10



accumulated total at his/her current hourly rate of pay, to be paid on the second payday in January. a.
Bereavement leave pursuant to 7(e) will not count against the Employee’s eligibility for this bonus. b.
Payment of this bonus shall be in the form of a separate check. Accumulated sick leave hours will be
reduced by the amount of hours cashed out.

8. Sick leave may be donated to a catastrophic leave bank for use by employees with more than one
year of service who:

a. Have exhausted their sick leave bank;

b. Must continue medical leave due to a catastrophic medical condition which is not the result of an on
the job injury orillness; and

c. Based on the statements from medical providers, are expected to return to work within a reasonable
period of time.

d. Donors to the catastrophic leave bank will be allowed two donations during any calendar year
provided they will have a minimum of one hundred sixty {160) hours of sick leave remaining in their sick
leave account after the donation is made.

e. Donations to the catastrophic leave bank will:

i. Be placed in a [eave bank based on their dollar value,

ii. Are irrevocable, and

iii. Are available to any eligible employee.

f. Any employee desiring to use catastrophic leave will apply for said leave to the Association President.
Upon receipt of the application and Association Executive Board approval, the President will forward the
application to the County. Upon receipt of the application, the County shall provide the employee with
the approved amount of sick leave from the catastrophic leave bank.

11. Employees who report sick shall be at their place of residence, a medical facility, or their doctor’s
office, or shall notify their supervisor of their whereabouts when using sick leave. Any gainful
employment, pursuit of personal business, recreation, travel for recreation or non-sick leave purposes,
or other such activity not consistent with the nature of the illness or injury when an employee is on sick
leave, is considered evidence of abuse of sick leave.

ARTICLE 11— Special Leaves

1. Family Medical Leave Act

a. The County will grant leave pursuant to the provisions of Public Law 103.3.

b. Eligibility for leave under the provisions of the Family and Medical Leave act will be determined using
a rolling twelve-month period looking backward from the date which the leave is requested.

c. The County will require the employee to use all accrued paid leave before granting unpaid leave. An
employee who has used all accrued paid leave and is still within the twelve-week period allowed by law,
but in a leave without pay status, will have his/her health care benefits continued and paid for by the
County through the remainder of the twelve-week period. He/she may elect to continue coverage at
his/her own expenses if leave is approved beyond that period, as is permitted under the
maternity/paternity provisions. Unpaid leave above and beyond that authorized pursuant to this
agreement shall not count for purposes of seniority or any other rights or entitlement earned through
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employment, except as may be provided elsewhere in this agreement.
d. The preceding sections are not intended to be all inclusive. Specific situations require reference to the
provisions of Public Law 103.3.

2. Leave related to Job Related Injuries

a. All employees shall be covered by Workers Compensation Program of the County’s choice that
conforms with the provisions of the Nevada Industrial Insurance Act and the Nevada Occupational
Diseases Act and that provides for payment of job related injury henefits and compensations for partial
and total disability arising from job related injuries and occupational diseases.

b. In the event an employee is absent from work due to a job-related injury he/she will be maintained in
a full pay status at the appropriate rate for a period of time not to exceed one hundred {100} work days
for each recognizable incident.

i. During this period, the employee shall not forfeit any accrued leaves.

ii. The employee shall return to the County any and all temporary total disability payments received
from Workers Compensation Program during that time period.

c. If an employee entitled to compensation disability benefits is unable to return to work following the
one hundred day period, he/she may elect to utilize accrued leaves. If an employee elects to use
accrued leaves while receiving workers compensation benefits, the amount of leave charged such
employee shall be equal to the difference between the benefit received and the employee’s salary prior
to the injury or illness. The disability payments shall be paid to the County and the employee shall
remain in a full pay status until all accruals have been exhausted.

d. When accrued leaves have expired, if the employee is still, because of injury, unable to work, the
emgloyee will not be entitled to any supplemental compensation from the County, but shalt receive
compensation checks directly through the workers’ compensation insurance program.

e. An employee may decline to use any accruals while receiving disability compensation benefits
through the workers’ compensation insurance program. The employee shall be considered on leave of
absence without pay during such period of time.

3. Education Leave

a. Pursuant to NRS 392.4577 County shall grant every employee who is a parent, guardian or custodian
of a child who is enrolled in public school, four (4) hours of leave per school year, per chiid.

b. This leave shall be to:

i. Attend parent-teacher conferences;

ii. Attend school-related activities during regular school hours;

iii. Volunteer or otherwise be involved at the school in which his or her child is enrolled during regular
school hours; and

iv. Attend school-sponsored events.

c. This leave shall be taken in increments of at least one (1) hour.

d. The employee shall provide a written request for the leave at least five {5) days before the leave is
taken except in the event that the qualified event is an emergency with less than five (5) days’ notice in
which case the employee shall notify the County as soon as they are aware of the need for the leave.
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e. The county is not required to pay an employee for any leave taken pursuant to this section, although
if the employee has leave available they may use such leave.

4. Military Leave

a. Pursuant to NRS 281.145 Any employee who is an active member of The United States Army Reserve,
The United States Naval Reserve, The United States Marine Corps Reserve, The United States Coast
Guard Reserve, The United States Air Force Reserve or The Nevada National Guard who is under orders
shall be relieved from the employee’s duties upon the employee’s request without loss of employee’s
regular compensation for a period of not more than fifteen (15) working days in any 1 calendar year. No
such absence may be a part of the employee’s annual or sick leave.

b. Any employee who is an active member of The United States Army Reserve, The United States Naval
Reserve, The United States Marine Corps Reserve, The United States Coast Guard Reserve, The United
States Air Force Reserve or The Nevada National Guard who is called to serve in & national or
international deployment shall be granted leave and pay as prescribed by federal law.

5. Leave without pay

a. Job related injury pursuant to section 2 shall not be considered leave without pay for purposes of this
section.

b. Leave without pay may be granted an employee for purposes normally covered by another form of
leave when all paid leave balances have been exhausted.

¢. Leave without pay must be approved by the employee’s Department Head.

6. Voting Emplovees shall be granted leave of absence with pay for voting purposes, pursuant to NRS
253.463.

ARTICLE 12 — Probationary Period

1. All employees shall serve a probationary period of twelve {12) complete months from actual date of
hire, during which they may be released without notice, reason or right of appeal, regardless of rights
afforded non probationary employees. Nothing in this agreement shall restrict the Department Head’s
decision that a probationary employee has not successfully completed his or her qualifying period.

2. A probationary employee’s performance shall be reviewed after the sixth and twelfth months of
service. During the twelfth month of service, the employee’s supervisor shall make a written
recommendation about retention of the employee beyond the prohationary period. if no such
recommendation is received from the supervisor prior to the end of the employee’s probationary
period, the empioyee shall be considered retained.

3. All employees promoted shall serve a qualifying period of twelve complete months within the new
position. Nothing in this agreement shall restrict the Department Head’s decision that a promotional
employee has not successfully completed his or her qualifying period.
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ARTICLE 13 — Disciplinary Action & Appeal

1. The right to maintain discipline and efficiency of employees is vested exclusively in the County.
Disciplinary action taken by the County, for unsatisfactory performance or for misconduct, shall include
oral counseling {logbook notations), written reprimands, suspension with pay, and suspension without
pay, demotion and discharge.

2. The level of severity of the discipline is dependent on the nature of the act, the employee’s relevant
history of discipline, and other relevant circumstances.

3. For immediate termination, refer to Esmeralda Sheriff's Office Policy.

4. Less serious performance or conduct issues may be dealt with by counseling employees and
documenting such counseling in the supervisor’s log book.

5. Multiple violations occurring during a single event shall be punished by only one disciplinary action for
that event.

6. Disciplinary Action Process

a. Initiation of Disciplinary Action

i. All disciplinary action, with the exception of oral reprimands and log book notations, shall be initiated
by the delivery of a notice of proposed disciplinary action to an employee. There shall be no appeal of
oral reprimands or log book notations.

ii. The notice of proposed discipline must include the following information and/or allegations: (a.) The
policy alleged to be violated, {b.) A detailed description of the alleged violation of the policy; and {c.) The
disciplinary action(s) recommended or requested.

iii. The notice of proposed discipline shall be delivered to the employee, together with a notice that the
employee has five (5) working days in which to file with the Department head, or his/her designee a
request for a pre disciplinary hearing.

b. Suspension pending final decision

i. An employee may be suspended with pay pending a final decision on any proposed suspension with
loss of pay for any proposed suspension with loss of pay for more than three (3) working days,
demotion, or termination from employment.

ii. An employee may be suspended without pay pending final decision on any proposed discipline which
is based upon a charge of which, if true, is a violation of criminal law; provided that such suspension
must be accompanied by a filing of a formal criminal charge by the District Attorney’s Office within three
{3) working days of the suspension without pay.

1. When formal criminal charges are not filed, the suspension may revert to a suspension with pay.

2. If the discipline ultimately imposed provides for less time off without pay than the employee has
suffered, the employee will be paid in full for any excess time off without pay.

c. Pre-Disciplinary Hearing

i. The Department Head or his /her designee shall have thirty (30} calendar days following completion of
the investigation in which to render his/her decision about proposed discipline.

14



ii. Upon receipt of a notice of proposed discipline, the employee may request a pre-disciplinary hearing.
The request for a pre-disciplinary hearing must be filed with the Department Head within five (5)
working days of serving of the notice of proposed discipline.

iii. If the employee does not file a request for a pre-disciplinary hearing, the final decision-maker may
implement the proposed discipline or any lesser discipline.

iv. Following receipt of a request for a pre-disciplinary hearing, the Department Head or his/her
designee shall have ten (10} working days to set a date for the pre-disciplinary hearing. The Department
Head, or his/her designee will attempt to hold the hearing at a time convenient to the employee and
his/her representative or counsel; provided, however, that in no event shali the hearing be scheduled
later than thirty (30) calendar days after delivery to the employee of the notice of proposed discipline.
v. The pre-disciplinary hearing shall be informal.

vi. Participation shall be limited to the employee, and up to two (2) representatives of his/her choosing,
including but not limited to a lawyer, representative of a labor union or another peace officer, the
Department Head, and/or his/her designee, the supervisor(s) who made the discipline request, counsel
for the Department, and any witnesses called by the supervisor or the employee.

vii. No news releases shall be made concerning progress of any hearing.

viii. The Department Head, or his/her designee shall not have the authority to modify, amend, alter, add
to, or subtract from any of the provisions of this Agreement.

ix. Each party shall bear its own costs of presentation.

d. Final Decision:

i. The Department Head, or his/her designee shall have thirty (30) calendar days following completion of
the pre-disciplinary hearing in which to render his/her written decision.

ii. The decision of the Department Head, or his/her designee is final and binding; provided, however, in
cases of suspension the Employee may appeal such action as provided by Article 14 starting at step 3 of
that article. In ali other cases, the employee shall have no further right of appeal of the discipline.

iii. Copies of the final written decision shall be delivered to the employee and the Association.

7. This article shall not apply to the Department Head’s decision that a promotional /probationary
employee has not successfully completed his or her qualifying period in a specific position.

ARTICLE 14— Grievance Procedure

1. Purpose
The purpose of the following provision is to set forth, simply and clearly, the methods and
procedures to address the various types of disputes that may arise between the parties hereto.

2. Representation
A grievant may be assisted arid/or represented by the Association or any person of the
grievant’s choosing at any step of these procedures.

3. Informal resolution:
a. Within fifteen (15) working days from the event creating the grievance or from the date that
the grievant(s) gains knowledge of such event, the grievant(s) shall meet and discuss the
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grievance with their immediate supervisor.

b. The supervisor shall have seven (7) working days to give an answer to the grievant(s).

c. If the grievant(s} is/are not satisfied with the resolution proposed at the informal level, the
grievant(s) shall proceed to Step 1 of the formal grievance procedure.

d. Either party to a grievance may, at any point in the grievance process, propose in writing and
deliver to the other party that the grievance be informally be resolved.

i. The responding party shall, within five {5) working days from the receipt of the request for
informal resolution, agree to or reject the proposal for informal resolution and shall notify the
requesting party in writing.

ii. If both parties agree to attempt to informally resolve the grievance, the employee, his/her
representative, the Department Head or his/her designee, and any other appointed
representative for the County shall meet and discuss the proposed resolution at the earliest
possible date and time. An agreement to meet and attempt to informally resolve the grievance
shall act to suspend any then-pending procedures in the grievance process.

iii. If informal resolution of the grievance is achieved, within five {5} working days or any other
mutually agreed on time period, that resolution shall be memorialized in writing.

iv. If the attempted informal resolution of the grievance is unsuccessful, resolution of the
grievance shall commence at the same stage in the grievance process as when the request for
informal resolution was made.

Formal Grievance Procedure:

a.STEP 1

i. Within five working days after receiving an unsatisfactory answer at the informal resolution
stage, the grievant(s) shall file a formal, written grievance with the supervisor.

ii. The supervisor shall, within seven (7) working days, have a meeting with the grievant(s), and if
requested, the grievant(s)’ representative.

iii. Within seven (7) working days thereafter, give a written reply to the grievant(s), and the
grievant(s)’ representative.

iv. If the grievance is not settled in Step 1 the grievant(s) shall proceed to Step 2 of the formal
grievance procedure.

b. STEP 2

i. In the event the grievant is the association, the grievance may commence directly at step 2
within fifteen (15) working days from the event creating the grievance or from the date that the
association gains knowledge of such event.

ii. Within five (5) working days of receiving an unsatisfactory answer from the supervisor in Step
1 the grievant(s) shall present the written grievance in writing to the Department Head or
his/her designee.

iii. The Department Head shall render a decision in writing to the grievant(s} within seven (7)
working days after receiving the appeal.
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iv. If the grievance is not settled in Step 2 the grievant(s) shall proceed to Step 3 of the formal
grievance procedure.

C.STEP 3

i. Within ten (10) working days of the written decision the Employee may appeal in writing said
disciplinary action to the County Commissioners.

ii. Within ten {10} working days of receipt of a timely filed appeal of disciplinary action, the
County Commissioners shall reply in writing.

iii. Within ten {10) working days of receipt of the County Commissioners reply if the grievance is
not settled in Step 3 the grievant(s) shall proceed to Step 4 of the formal grievance procedure.
iv. In order for a non-disciplinary grievance to proceed from this point, the association must by
agreement of their beard, become the grievant. No individual non-discipline grievant may
proceed past step 3 without the association support. In the event of a discipline grievance in
which the Employee is preceding without Association support the cost of the grievance
otherwise chargeable to the Association, shall be the Employee’s responsibility.

d.STEP 4

i. Within five {5) working days of receiving an unsatisfactory answer from the County
Commissianers in Step 3 the grievant(s) shall notify the Department head, County
Commissioners, and District Attorney in writing of the intent to participate in a pre-arbitration
conference with a mediator from the Federal Mediation Conciliation Services (FMCS).

ii. The grievant(s} shall contact the FMCS within ten {10) working days of the notice of intent and
request proposed dates for the mediation session. The parties agree to participate in good faith
in the mediation process, to include working cooperatively to schedule the mediation as quickly
as feasible but in na event longer than sixty (60} days after initiation of the process with the
FMCS.

iii. If the grievance is not settled in Step 4 the grievant{s) shall proceed to Step 5 of the formal
grievance procedure.

e.STEP5

i. Within ten (10) working days of the termination of the mediation process, The Association
must give in writing a notice of intent to arbitrate the grievance to the Department Head,
County Commissioners and the District Attorney (or his designee).

i. Selection of arbitrator:

1. The Association shall request the FMCS to furnish a panel of seven (7) arbitrators and
alternatively strike names from such list, starting with The Association, until one name remains.
The last name remaining shall serve as Arbitrator.

2. Both parties agree this process shall be concluded not more than thirty (30) days after the
panel of arbitrators is received from FMCS.

iii. Costs: The fees and expenses of the arbitrator shall be shared equally by The Association or
the Employee and the County. Each party shall bear the costs of its own presentation, including
legal or other representation fees.
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iv. Jurisdiction:

1. The jurisdiction and authority of the arbitrator and his opinion shall be confined exclusively to
the interpretation and/or application of the express provision({s} of this Agreement at issue,
including the determination of disputed facts upon which application of the Agreement
depends.

2. The arbitrator shall have no authority to add to, detract from, alter, amend, or modify any
provision of this Agreement or to impose on either party a limitation or obligation not explicitly
provided in this Agreement.

v. Binding Effect: The written decision of the arbitrator on the merits of any grievance
adjudicated within the jurisdictional limits and authority shall be final and binding on the
aggrieved employee, the Association and the County.

5. All grievances shall be filed at the lowest level possible, However, where any respondent does
not have the authority to settle the matter, the grievance shall be appealed to the step where
the respondent has the authority to settle the dispute.

6. Where the grievance is not relative to a Department specific issue and is in fact with the
County, the same grievance procedure shall be utilized with the following exceptions:

a. The grievance shall start with the head of the appropriate County Division (ie Human
Resources, Payroll etc).

b. If the issue is not resolved informally, the grievance shall be submitted in writing to the head
of the appropriate County Division {ie Human Resources, Payroll etc) and a copy submitted to
the District Attorney (or his designee) as the representative of the County.

c. If the issue is not resolved at that level, the matter shall proceed to Step 3 of the formal
grievance process.

d. All time requirements still apply in these instances.

7. Time Limits:

a. In computing any period of time described or allowed in these procedures, the day of the act
or event from which the designated period of time begins to run shall not be included. The last
day of the period so computed shall be included, unless it is a Saturday, Sunday or a Holiday.

b. Time [imits specified in the preceding sections may be extended by written agreement of both
parties. c. Failure on the part of the grievant(s) to file or process the grievance to the next step
within the time limits prescribed in these procedures will deem the grievance withdrawn with
prejudice, unless the time limits have been extended in writing by the parties.

d. Failure on the part of the County’s representative to answer the grievance in the time limits
established in these procedures will automatically result in the grievance being moved to the
next step in the grievance procedure.
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ARTICLE 15 — Compensation

1. Each employee covered by the terms of this Agreement shall be paid in accordance with the written
job classification, and grade and step salary schedule far his/her job classification. The method of
classification shall remain in full force and effect until changed in writing by mutual agreement through
negotiations by the parties to this Agreement.

2. There shall be a no COLA (Cost of Living Adjustment) increase during the terms of this agreement.
3. To be determined July of 2013.

4. At the request of the employees paychecks will be paid through direct deposit at the financial
establishment of their choosing (as long as it is available through that establishment) upon notification
provided to the County.

5. Shift Differential: Employees who work hours between 6:00 p.m. and 6:00 a.m. shall be paid a shift
differential of two dollars {$2.00) per hour in addition to their regular rate of pay. Shift Differential Pay
will be paid during Overtime Hours as well.

6. Incentive pay for degree or specialized duties

a. Incentive pay for Degree

i. Employees governed by this Contract shall receive step increases for earning degrees in law
enforcement.

ii. To be eligible for the step increase the employee must inform the Sheriff of his / her intention to
engage in the education program and receive written approval from the Sheriff prior to commencing the
program. All continuing education shall be limited to that which is beneficial to the needs of the
department.

iii. Incentive payment shall be as follows:

1. Associates Degree: Two percent (2 %) of the base hourly rate of pay.

2. Bachelor’s Degree: Four percent (4%} of the base hourly rate of pay.

h. Incentive pay for law enforcement certificates

iv. The county shall authorize to all employees incentive pay for earning certain law enforcement
certificates as follows:

a. Basic Post Certificate - One (1) step increase

b. Intermediate Post Certificate - Two percent {2%) increase in the base hourly rate of pay.

c. Advanced Post Certificate - Two percent {2%) increase in the base hourly rate of pay.

d. Managerial Post Certificate - Two percent (2%) increase in the hase hourly rate of pay.

v. The increases for the post certificates shall be calculated cutside of, and in addition to, the pay rate
schedule.

¢. Incentive pay for specialized duties:

vi. The Department Head may select, in writing, a deputy to perform additional specialized duties.

vii. The Department Head at his/her sole discretion may communicate announcements for specialized
duty assignments to all duty stations and work sites.
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viii. Officers assigned to more than one of the specialized assignments shall only be eligible to receive
one assighment incentive pay.

ix. Such deputy shall be paid an additional three percent (3%) applied to his/her hourly rate of pay as
incentive for being certified and selected to perform the following specialized duties. Sergeant and
Corporal cannot receive this pay.

A. Post-Certified Instructor
B. Certified Range Master
C. Post-Certified Field Training Officer {"FTO")

7. Duty time includes taking the K-9 to necessary medical appointments to include veterinary services
and appropriate training. No gvertitme shall be taken for these instances; the employee shall be
responsible for adjusting schedules to attend these appointments.

8. Compensation upon promotion

a. Promotion is defined as movement from one job classification in a Department to another job
classification in the same Department.

b. Any employee promoted shall not be demoted without just cause after having completed their one-
year qualifying period.

9. Anniversary date pay increases

a. Anniversary step increases shall be effective on the anniversary date of the employee’s hire date.

b. When a step-advancement is delayed solely through administrative delay or clerical error, the proper
adjustment shall be made retroactive to the date it was originally due at a point no later than two (2)
weeks beyond the scheduled due date.

¢. Employees shall receive all due step increases on July 1, 2013.

ARTICLE 16 — On Call/Standby/Call Back

1. On call/Standby

a. Personnel who are assigned to be on call/standby by a supervisor shall be compensated for such on
call/standby at the rate of {$1.50) per hour. When an employee receiving standby pay is called to
perform work during the standby period s/he shall he paid for any overtime hours worked as provided
within this agreement.

b. An employee shall not be assigned standby on his/her regular days off, or portion thereof, against the
will of the employee, unless there is a public safety emergency.

2. Call back

a. When required to respond to an emergency, the Department Head or his designated representative
may call back one or more Employees.

b. The Employee shall be paid at an overtime rate of pay.

¢. The Employee will be paid for a minimum of two (2) hours of call back pay.

d. In the event the period of call back runs into an employee’s normal tour of duty, such employee shall
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be paid overtime pay for only those hours worked outside of his/her normal tour of duty.

e. An employee who works less than two (2} hours on the initial call-out and is then called out a second
time during the initial two (2) hour period shall not be entitled to any additional overtime pay unless the
aggregate time worked for both occurrences shall exceed two (2) hours. In this case he/she will be paid
for the aggregate time so worked at overtime pay.

f. In the event an employee is called cut for a second time after the expiration of two {2} hours from the
first call-out, he/she shall be paid for a minimum of two (2) hours for each call-out except as provided in
the previous paragraph.

E. Pay is not call-back pay for any employee who is:

i. Called into work while on standby notice;

ii. Not required to leave the premises where he is residing or located at the time of notification in order
to respond; or

iii. Called back to work if the work begins 1 hour or less before or after his scheduled work shift.

ARTICLE 17 — Overtime Compensation

1. Overtime

a. Thirty (30) minutes past the normal shift constitutes one (1) hour of overtime.

h. Call-outs for members of the Department shall receive compensation at overtime pay for a minimum
of two (2) hours.

c. All employees required to appear in court or hefore an administrative agency on official business
during their off-duty time shall receive compensation at overtime pay for a minimum of two {2) hours.
d. All employees required to appear in court or before an administrative agency on official business
during their regularly scheduled work shift shall receive their regular pay providing that any and all
witress fees or pay are not taken. Employees shall report to work immediately after being excused.

e. Employees called to serve on jury duty on a normally scheduled shift shall receive their regular pay.
Those persons called but not selected to serve on the jury shall report back to work when excused.

f. Ali deputies may be notified/called out by Bispatch, Supervisor and Sheriff.

ARTICLE 18 — Acting Pay
N/A
ARTICLE 19— Clothing / Equipment

1. Sheriff Employee:

a. Each newly hired employee immediately upon his/her hire, shall be given a uniform allowance of one
thousand dollars ($1,000.00) prorated for the year.

b. Any newly hired employee who first is employed between April 1 and June 30, inclusive, of any given
year, and who receives a new hire uniform allowance as provided in section 1 herein, shall not be
entitled to the standard allowance until the fiscal year commencing on luly 1 of the calendar year next
follewing the calendar year in which that employee is hired.

¢. Each employee shall be given a uniform allowance annually of one thousand {$1,000.00).
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i. Uniform allowance shall be paid annually the first payday in July.

ii. Uniform allowance payments will be issued in a separate check {not as part of a payroll check)

d. Uniforms shall be kept at a high standard and, if not, the officer can be sent home to ensure that it is
pricr to going on duty.

2. County agrees to replace soft body armor prior to the expiration of the then currently assigned body
armor.

3. Department issued clothing or equipment which is lost or damaged through carelessness or
negiigence of an employee shall be replaced or repaired at the employee’s expense. If the Department
determines that clothing or equipment has been lost or damaged through the carelessness or
negligence of an employee, that employee may appeal the Department’s determination through the
non-disciplinary grievance procedures.

4. The County will compensate the Employee for any loss or damage to clothing/equipment, resulting
from an event occurring in the line of duty and that requires an incident report or arrest report. Said
employee will be compensated at a dollar value designed to replace like for-like in terms of damaged
articles, when approved by department head or designee and submitted to the County Commissioners
on a claim form, with evidence of the value of the loss.

5. The County agrees to reimburse employees for personal property items that are stolen, damaged, lost
in a duty-related incident, or destroyed during an event occurring in the line of duty and that requires an
incicent report or arrest report. Said employee will be compensated at a dollar value designed to
replace like-for-like in terms of damaged articles, when approved by such employee’s department head
or designee and submitted to the County Commissioners on a claim form, with evidence of the value of
the Ioss.

a. Stich reimbursement by the County shall be limited to items of personal property that are reasonably
required in order for the employee to perform his/her duties, including uniform items which are covered
by the uniform allowance to include but not limited to weapons and related equipment, watches,
eyeglasses/contacts, and cell phone.

b. It shall be further limited to situations in which the employee was not responsible for the
loss/damage of the item.

6. All County issued equipment, including uniform identification patches, shall remain the property of
the County and shall be returned to the County upon demand or upon termination. Equipment not
returned or unaccounted for shall be charged to the employee.

7. Uniforms/Clothing cleaning allowance: Employees shall bring their uniforms/”plain clothes” to the
designated location for pick up, cfeaning, and return. This service shall be provided by the County at no
cost to the employee.

8. If the Department Head changes the uniform requirements to be effective any time other than July
1st of any given year, and such change necessitate the purchase of additional equipment or uniform
articles, the County agrees to provide the initial piece of equipment or uniform article to each employee.
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ARTICLE 20— Health & Welfare Benefits

1. Eligibility
a. Employees hired shall be eligible for health, vision, dental and life insurance benefits effective the first
of the month following 30 days of employment.

2. Health Insurance

a. The county will purchase for each employee, with a cost of ($1.00) per month to the employee,
medical coverage. The County shall also provide, at no cost to the employee, dental coverage and vision
coverage. The county will also provide dependent family plans at the cost of the employee as follows:

Health Premiums Dental Vision
Employee + 1 dependent County pays 80% / Employee pays 20% $49.40 $10.78
Employee with family County pays 80% / Employee pays 20% $104.64 $18.37

b. County agrees to divide the employee’s contribution for family premiums bi-monthly.

c. The parties acknowledge that the group plans currently in place may not offer the same plans at the
time of renewal. In the event that the current plan becomes unavailable at renewal time, the parties
agree to meet to select a replacement plan. The replacement plan shall provide as close to current
benefits as is practical and available.

d. County agrees to pay any premium increases for employee only.

e. The County and the Association agree that this Article shall be subject to re-opening, upon call of
either party, if the premium rate, would result in a premium increase.

3. Any employee who is an active member of The United States Army Reserve, The United States Naval
Reserve, The United States Marine Corps Reserve, The United States Coast Guard Reserve, The United
States Air Force Reserve or The Nevada National Guard who is under orders to serve in a national or
international deployment shall be afforded continuous coverage of benefits without break until such
time as United States Military insurance coverage takes effect.

4. The County will purchase for each employee, at no cost to the employee $10,000 life insurance, which
in the event of the death of an employee while employed by the County. Dependents may be covered
as well by paying an additional premium of $1.20 a month. This provides $2,000 life insurance for
spouse and $1,000 for each child.

5. The County shall abide by the federal and state laws, rules, regulations, and codes that have an
impact upon the members of this unit in the workplace.

6. County shall make every reasonable effort to provide and maintain safe conditions of employment.
Employees shall be alert to unsafe practices, equipment or conditions and report same to their
immediate supervisors.
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7. The County shall immediately investigate all health and safety complaints and shall notify the
complainant and the Association of the findings and actions to be taken within ten {10} days of the
complaint being made.

8. County will contribute ($100.00) dollars a month, ($1,200) dollars annually to each employee’s (HSA)
Health Savings Account.

9. Except in cases of a declared state of emergency, any employee that works in excess of sixteen or
more (16) hours in any twenty-four (24) hour period shall be entitled to a period of recuperation of not
less than eight (8) hours before the employee may be required to report for work on a scheduled shift or
called back to duty. This provision shall not apply to court ordered appearances. Such rest period shall
be taken without loss of any pay and employee shall not be required to make up such time.

ARTICLE 21—Training

Training courses that pertain to Law Enforcement will be made available to each employee to attend, if
it czn be arranged through scheduling and not reduce the effective operation of the station where s/he
is stationed. All required training will be paid for by the county.

ARTICLE 22 — Reduction in Force

1. Determination of Layoffs

a. The County retains the right to determine the timing of layoffs, the number of employees to be laid
off, the amount of time required to be laid off and in which seniority pool(s) layoffs will be affected as is
consistent with the delineation of management rights set forth in Article 6 of this Agreement.

b. The Department Head shall give written notice of the layoff, including the reason(s) for such action
and the established length or duration of the layoff period, to the Association President and the affected
employee(s) at least fourteen (14} calendar days prior to the effective date of the layoff.

c. Prior to laying off any employee for any duration of time the County shall eliminate all unfilled
budgeted positions, casual, temporary employees, part-time employees and employees in a
probationary status.

d. In deciding which person should be laid off and which retained, job-related factors such as an
employee’s job knowledge, skill, and ability to do the required work; previous work experience,
including ability to perform other jobs which the employee may be called upon to perform as a result of
the reduction in force; attendance, safety, and disciplinary records; work performance with the County;
and efficiency of operations will be considered. Where two employees are equally qualified under these
factors, the employee with the most time served since the current hire date will be retained.
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ARTICLE 23 — Hours of Work

1. The Department and the Association agree that the normal paid weekly working hours shall be forty
{40) hours or variable work week, inclusive of meals and breaks.

2. It is acknowledged that the Department Head has the full and unilateral right to set and/or change the
hours of employment for Department employees.

3.N/A

4. Meal break

a. Employee working an eight (8) hour shift. During an employee’s duty shift, s/he will be allowed a
thirty (30) minute meal break and two (2) additional fifteen (15) minute breaks or any combination.

b. Employee working a shift between eight (8} and twelve (12) hours. During an employee’s duty shift,
s/he will be allowed a forty-five (45) minute meal break and three (3) additional fifteen (15) minute
brezks, or any combination thereof.

c. Employees will not be called away from their rest or meal periods unless an emergency exists. In the
event that an employee is called away from their meal period (during the first half of the meal period)
due to an emergency, the employee shall be provided a second meal period.

ARTICLE 24— Seniority
N/A
ARTICLE 25 — Labor/Management Meetings

1. Meetings

a. A standing labor/management committee made up of representatives of the Department and the
Association shall meet at a mutually agreed upon time and place, but not less than quarterly. The
meetings will be set by the President of the Association.

b. The purposes of the meetings may be to:

i. Discuss the administration of this agreement

ii. Notify the association of changes made or contemplated by the Department which may affect the
working conditions of employees represented by the Association.

iii. Disseminate general information of interest to the parties’

c. To facilitate the adjustment of work schedules, the Association’s representatives will notify their
immediate supervisors of the dates and times of such meetings immediately upon receipt of the
scheduled date.

d. All items resolved by the parties at the meetings shall be distributed to the Association and
Department members as appropriate and as discussed.
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ARTICLE 26— Personnel Files

1. Each employee and the employee’s representative shall during normal business hours have a right to
access his or her own personnel file by appointment,

2. The contents of personnel records shali be made available to the employee for inspection and review
at the time of his/her appointment. At an employee’s request, he or she shall be provided one (1) copy

of any and all documents posted in the employee’s file.

3. Before any adverse comment or document can be put into an employee’s personnel file, the
employee must be made aware of the comment or document by having read the comment or document
and initialed or signed the same.

a. The employee may file a written response that is specific to the adverse comment or document
entered into his/her persannel file within 30 days after he or she is asked to initial or sign the comment
or document.

b. If a written response is prepared by the employee, the Department must attach the employee’s
written response to the adverse comment or document,

4. Progressive discipline

a. Any record of sustained disciplinary action, in order to remain effective, must be placed in the
employee’s official personnel file at Human Resources and shall constitute the official record to be
utilized in disciplinary proceedings.

b. Any discipline not previously provided to the Employee shall not be used as a basis for subsequent
progressive discipline except verbal counseling.

5. Purging

a. All disciplinary matters may be removed from the personnel file upon request of the employee if two
(2) years have passed without any further similar discipline.

b. Purged documents may be retained by the Department pursuant to any applicable statutory
document retention schedules; however, such documents shall not be used by the Department for
disciplinary purposes in the future.

6. £n employee’s personnel file shall not be made available to any persons or organizations other than
the Department and the employee without the employee’s expressed authorization, unless pursuant to
a court order or other statutory requirements.

7. Only one official personnel file shall be maintained on a bargaining unit member.
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ARTICLE 27— Performance Evaluations

1. Par Esmeralda County Sheriff's Office Policy

ARTICLE 28— General Provisions

1. The county agrees to pay any increase in the percentage of contributions required by PERS.

2. This Agreement is the entire agreement of the parties and those areas specifically delineated,
terminating all prior arrangements and practices and concluding all negotiations during the term of the
Agreement, except as provided by virtue of existing policies and procedures. The County or the
Association may request meetings relative to the administration of this Agreement when questions arise
necassitating such meetings.

3. Should any provision of the Agreement be found in contravention of a federal or state law by a court
of competent jurisdiction, such particular provision shall be null and void, but all other provisions of this
Agreement shall remain in full force and effect until otherwise canceled or amended.

4. The parties acknowledge that during the negotiations which resulted in this Agreement, each had the
unlimited right and opportunity to make demands and proposals with respect to any subject or matter
not removed by law from the areas of collective bargaining, and that the understandings and
agreements arrived at by the parties after the exercise of that right and opportunity are set forth in this
Agreement. Therefore, the County and the Association for the duration of this Agreement, each
voluntarily and unqualifiedly waives the right and agrees that the other shall not be obliged to bargain
collectively with respect to any subject or matter referred to or covered in this Agreement.

5. Any subject or matter not specifically referred to or covered in this Agreement, even though such
subject and/or matter may not have been within the knowledge or contemplation of either or both
parties at the time that they negotiated or signed this Agreement, is not subject to negotiation but may
be the topic of discussions between the parties.

6. This Agreement is the entire agreement of the parties and those areas specifically delineated,
terminating all prior arrangements and practices and concluding all negotiations during the term of the
Agreement, except as provided by virtue of existing policies and procedures. The County or the
Association may request meetings relative to the administration of this Agreement when questions arise
necessitating such meetings.

7. Should any provision of the Agreement be found in contravention of a federal or state law by a court
of competent jurisdiction, such particular provision shall be null and void, but all other provisions of this
Agreement shall remain in full force and effect until otherwise canceled or amended.
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APRTICLE 29 — Terms of Agreement

1. Except as otherwise provided herein, this Agreement and each of its provisions shall become effective
upon approval and signing by both parties, and shalt run in full force and effect until lune 30, 2015

at 2400 hours.

2. if the term of this agreement expires, and a new collective bargaining agreement has not been signed
by June 30, 2015 the Agreement shall continue in full force until such time as a new agreement is
ratified.

3. Both parties agree to meet in good faith beginning February of 2015 until such time as a new
agreement is ratified.

4. Any employee covered by the terms of this Agreement at any time, whether currently employed by
Esmeralda County or not at the time of signing, is entitled to all applicable benefits currently within the
Agreement, to include, but not limited to back pay.

IN WITNESS WHEREOF, the County and the Association have caused these presents to be duly executed
by their authorized representatives, effective this day of June, 2014.

Esmeralda County, State of Nevada . Esmeralda County Sheriff Deputies
Board of Commissioners Association

(
By: Nawty | Boland By: John-David Boteler, President

VL
ATTEST: s M Far_

Lacinda Elgan, County Clerk
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